The purpose of this research was to investigate the relationship between job satisfaction and psychological well-being levels of different occupational employees (education, security, health, justice, worker, engineer, and religious official) carrying on their duties in different institutions and organizations in a mid-scale provincial center of Eastern Anatolian region in Turkey. Furthermore, the research also discussed the differentiation between psychological well-being and job satisfaction in terms of occupational areas, income levels and service period of different occupational employees. The research group included totally 348 employees including 107 female and 241 males between 21 and 64 years old. Psychological Well-Being Scale, Job Satisfaction Scale, and Personal Information Form were used as data collection tools in the research. According to the research results, a positive mid-level relationship was proved between psychological well-being levels and job satisfaction levels of the employees. In terms of occupational areas and income levels, a significant differentiation was observed between psychological well-being and job satisfaction scores of the occupational employees. Finally, no significant difference was determined between psychological well-being and job satisfaction levels of the employees.
Introduction
Rapid increase at population in recent years, constant improvements in technology, and changes in socio-economic life have caused new occupational areas, and attributed new meanings to the current occupations, as well. Job satisfaction level and psychological well-being levels of the employees carrying on their duties especially in occupations related to educational, health, law, engineering, and religious issues are essential in terms of the productivity possible to be obtained from these occupations. Increase at the productivity to be obtained from these fundamental occupations reflects positively to the quality, peace and welfare of the society, and have effect upon the psychological well-being of the individuals, as well. In this sense, the concept of well-being is remarkable for maintaining the occupational life as more productive and qualified.
Psychological well-being of the individuals is possible to be affected from inner processes such as personality, and temperament, etc., and can also be affected from occupational factors such as occupation, working environment, and job satisfaction. The occupation individuals carry on can affect both their job satisfaction and psychological well-being. An occupational life in coherence with interests, abilities and values can positively affect the level of satisfaction from the occupation, and this positively reflects upon psychological well-being of the individuals. Employees with a positive attitude towards the occupation they carry on are happier and more satisfied with their self. On the other hand, employees with negative attitudes towards their occupation can encounter several emotional, mental and physical problems (Malasch & Leiter, 1997; Okyay, 2009) . In this sense, professional life creating the big part of life can be assessed as one of the fundamental factors of psychological well-being.
Psychological well-being has recently been discussed upon the happiness of individuals within the framework of several variables. Ryff (1989) mentioned that psychological well-being was a concept to be evaluated within the scope of positive psychology. Ryff (1989) defined psychological well-being as individuals' having the power to struggle in order to establish the balance between their life anxiety and individual and social interests. According to him, well-being should be explained through an integrative understanding benefiting from life development, mental health and clinical viewpoint. Being different from happiness, well-being has been discussed as individuals' effort to realize their own real potential. For that reason, he was influenced, especially in his studies related to psychological well-being, from development psychology, the concepts of self-realization, maturity, and functionality. In reference to this viewpoint, Ryff (1995) expressed that happiness was not the key message, and happiness could be as result of a good life. The factors that can be expressed as good life or psychological well-being includes positive relationships with the others, environmental domination, autonomy, life purpose, personal development and self-acceptance. According to Ryff (1995) , the concept of psychological well-being was a multi-dimensional structure including the life attitudes of individuals rather than a simple combination of positive-negative emotions and life satisfaction (subjective well-being).
McGregor and Little (1998) expressed well-being as related to evaluating the meaning of life and puposes in life. According to Ryan and Deci (2001) , well-being could be explained with psyhological need. According to them, basic psychological needs were autonomy, competence and establishing relationships, the skill of meeting these needs explained well-being. The concept of psychological well-being was defined as struggling for challenge, making efforts, personal development and growth by Waterman (1993) .
When the concept of psychological well-being is considered together with the occupational life, it can be defined as individuals' establishing positive relationships with the people around, occupational acceptance, personal development, meeting life and occupational needs, and so realizing themselves providing the life development personally. Professional life is a process creating the big part of individuals. Feelings, thoughts and behaviors of individuals during this process can remarkably lead their well-being levels. It is possible to mention in reference to this aspect that satisfaction level individuals obtain from their occupation could significantly affect their psychological well-being. In this sense, what the concept of job satisfaction expresses is remarkable.
The concept of job satisfaction that was firstly defined and measured by Frank Taylor in 1911 was associated with economic income provided from job and rewards occupations provided to individuals (Çetin & Özcan, 2004) . Similar to Taylor; Herzberg, Mausnes, Peterson, and Capwell (1957) discussed job satisfaction as meeting the needs of individuals in their occupation such as success and recognition, and their being rewarded in a sense. Besides, Locke defined job satisfaction as a positive affective aspect occupation and occupational experiences of individuals provide them (Keser, 2006) . Kuzgun (2003) expressed job as an important structure possible to be mentioned as the identity of individuals. Occupation is a significant factor for individuals' gaining self-confidence in the society and being respected and affected. Individuals produce things in their occupation, and have the effort of opening the door of happiness obtaining satisfaction through what they produce. Job satisfaction was defined by Davis (1982) as satisfaction or dissatisfaction of the employees from what they have carried on (Şişman & Turan, 2004) . Luthans (1995) also suggested job satisfaction as a concept related to personal feelings. Luthans emphasized job satisfaction as including various dimensions such as salary and promotion (Toker, 2011) . When the definition of job satisfaction concept is investigated, it is possible to consider that job satisfaction is an expression of employees' psychological health.
Different researches with similar aspects were encountered when the literature was reviewed. In their study titled as job satisfaction and psychological well-being as a predictor of job performance, Wright and Cropanzano (2000) observed that psychological well-being had a predictive effect upon job performance; however, psychological well-being had no predictive effect upon the job satisfaction. In their study carried upon with 336 iron workers, Witte (1999) proved a strong relationship between unreliability against the job and psychological well-being of the workers. In another study upon the unreliability against the job, Ashford, Lee and Bobko (1989) determined that job satisfaction significantly decreased job satisfaction. In another research, Terry, Nielsen and Perchard (1993) carried out a study upon 153 public workers, and they argued that job stress had a negative effect upon the psychological well-being and job satisfaction. It was revealed that there was a positive relationship between transformational leadership levels and job satisfaction and psychological well-being of the health employees (Nielsen, Yarker, Randall, & Munir, 2009 ).
In a different study, it was determined that one of the most important organizational factors affecting the job satisfaction was salary, and the feeling of salary's not being paid according to the workload and achievement caused dissatisfaction in individuals (Sveinsdóttir, Biering, & Ramel, 2006; Willem, Buelens, & De Jonghe, 2007) .
In the study carried out by Hart, Wearing, and Headey (1995) upon investigating the effect of police officers' daily work experiences and personality traits upon their stress and well-being levels, they determined that both negative work experiences and positive work experiences negatively affected their perceived life quality. ies.ccsenet.org International Education Studies Vol. 9, No. 12; Furthermore, they also proved in the study that personality traits with neuroticism and extroversion were a strong predictor of police officers' perceived life qualities. And Burke (1994) carried out a study with 828 police officers, and tested a model based upon 5 predictive variables (personal, demographical, and situational variables, stress experiences, work-family conflict, coping reactions and psychological burnout components) defined in previous studies, and revealed that the variables of work attitudes and psychological well-being variables were more strongly predicted that life style behaviors and physical health.
In their study, Yiğit, Dilmaç, and Deniz (2011) investigated job and life satisfaction of security employees in terms of age, educational level, seniority, service period, and the department variables, and they observed that job satisfaction score averages significantly differed according to age, but life satisfaction score averages did not significantly differ according to age. According to the variable of educational level, job and life satisfactions noticed to be differed significantly. In another study carried out by Karababa (2012) upon the school counselors, job satisfaction level of school counselors was observed to be a significant predictor of life satisfaction. In a study carried out by Özel (2015) upon employees working in 4 and 5 star hotels, it was determined that there was a positive significant relationship between life satisfaction and job satisfaction levels of the participants, and there were no significant differences in life and job satisfactions in terms of the worked period variables, and there were significant differences in life and job satisfactions in terms of monthly income. In his study upon the employees working in the automotive sector, Keser (2005) proved that satisfaction of employees related to the working life and their life satisfaction were mutually interacting with each other. In his study investigating the working life satisfaction and life satisfaction of the oncology nurses, Eren (2008) observed that life and job satisfaction of the nurses who were satisfied with their salary, having the opportunity of social activity and taking psychological support could reach to better levels. In another study, Mersin (2007) carried out a study with religious officials and found that as the employment period of the religious officials increased, their occupational satisfaction increased as well, and as the monthly income of the religious officials increased their job satisfaction also increased. In another study carried out with teachers, it was specified that the feeling of the salary was not enough for the effort they made had an effect decreasing the motivation and job satisfaction, and the variable teachers had the least satisfaction was salary (O. Bozkurt & I. Bozkurt, 2008; Kuruüzüm & Çelik, 2005) . In different researches, it was determined that job satisfaction was lower in 25-30 and 47 and over age group teachers, and job satisfaction of teachers between 31 and 46 years old was higher (Adıgüzel, Ünsal, & Karadağ, 2012; Ayan, Kocacık, & Karakuş, 2009; Demirel & Erdamar, 2009; Gençay, 2007; Sevimli & Iscan, 2005; Türkçapar, 2012; Yavuzer, Karataş, & Gündoğdu, 2007) . In his study, Keskin (2008) proved that there was a negative relationship between employment periods and salary satisfaction of the teachers. As result of their study with 200 employees, Amodia et al. (2005) found a positive relationship between job satisfaction and mental health, and indicated the effect of job satisfaction upon the employees (Gündüz, Çapri, & Gökçakan, 2013) .
As seen in the literature review, previous studies were noticed to be carried out mostly upon education and health, and partly upon security employees and workers. Furthermore, the studies were also observed to be carried out upon job satisfaction and life satisfaction more. No studies discussing the several occupational groups such as education, health, security, law, public workers, and religious officials in terms of psychological well-being and job satisfaction were encountered. In this sense, this study was considered to be important for filling in this gap in the literature. Consequently, this study aimed to discuss psychological well-being and job satisfaction levels of different occupational groups in terms of different variables. This study aimed to investigate whether employees of different occupational groups differed or not in terms of their level of job satisfaction and psychological well-being levels.
Method

Research Group
The research was a descriptive study on relational screening model. The study population included occupational groups carrying on their duties in different institutions and organizations in a mid-scale provincial center of Eastern Anatolian Region in Turkey. The study sample included 348 employees varying between 21 and 64 years old ( X =37.69, SD= 9.61) chosen with cluster sampling method among the study population. In the sample group, there were 98 teachers (28.2%), 50 police officers (14.4%), 46 health staff (doctor and nurse) (13.2%), 36 (10.3%) justice employees (judge, prosecutor, and lawyer) 50 public workers (14.4%), 34 engineers (9.8%), and 34 religious officials (9.8%). Moreover, 107 (30.7%) of the employees were female, and 241 were male (69.3%).
Data Collection Tools
Personal Information Form
Personal Information Form developed by the researcher included questions aiming to determine some ies.ccsenet.org
International Education Studies Vol. 9, No. 12; demographical properties of the employees. In the form, there were totally six questions including the information related to the occupation, age, gender, marital status, employment period, and monthly income level of the participants.
Job Satisfaction Scale
Job Satisfaction Scale used in this study was developed by Kuzgun, Sevim, and Hamamcı (2005) . The scale included 20 questions on five-point Likert type. The questions were related to the coherence of their occupational activities to their interest and abilities, taking responsibilities, and development and progress opportunities. The answers in the inventory were scored in five-point Likert type (always=5, often=4, sometimes=3, rarely=2, and never=1). The 4 th , 9 th , 10 th , 11 th , 14 th and 19 th items in the scale were organized as reverse in the scale. The lowest score possible to be taken from the test was 20, and the highest score was 100. As the score increased, job satisfaction increased, as well.
In order to determine the validity of the scale, factor technique developed by Kuzgun, Sevim, and Hamamcı (2005) was used, and the scale was determined to be grouped under two factors as "Coherence to Qualifications" and "Development Eagerness." The total variance explained by two factors was 48.6%; the variance explained by the first factor was 36.4%, and the variance explained by the second factor was 12.2%. Internal consistency coefficient was calculated for the reliability of the scale. Cronbach Alpha coefficient for the all scale was α= .90, internal consistency coefficient for the first factor was α=.91, and internal consistency coefficient for the second factor was α=.75. The correlation between the each score taken from each item of the scale items and total score was over .30. Within the score of this research, internal consistency Cronbach Alpha coefficient of the scale was determined to be α=.89.
Psychological Well-Being Scale (PWBS)
Psychological Well-Being Scale aiming to evaluate psychological well-being of individuals was developed by Ryff (1989) . The scale was based upon psychological well-being model, and included 6 sub-dimensions and totally 84 items with 14 each in 6 sub-dimensions. The lowest score to be taken from the scale was 84, and the highest score was 504. The scale was adapted into Turkish by Akın (2008) , and it was noticed that internal consistency coefficients varied between .87 and .96, and test re-test reliability varied between .78 and .97. Within the scope of this research, internal consistency coefficient of the scale was determined to be .88. The correlations between Psychological Well-Being Scale Turkish and original form scores were found to be α = .94 for autonomy, α = .97 for environmental dominance, α=.97 for personal development, α = .96 for positive relationships with the others, α = .96 for life purposes, α =.95 for self-acceptance. In exploratory factor analysis, it was noticed that 68% of total variance was explained, and the items were grouped under 6 factors. The factor loads were ranked between .30 and α=.94. In confirmatory factor analysis, fit index values were found as RMSEA = .07, NFI = .97, CFI = .98, GFI = .93, and SRMR = .06. In this study, internal consistency Cronbach Alpha coefficient of the scale was determined to be α=.79.
Process
Into the research, individuals carrying on their duties in different institutions and organizations in a mid-scale provincial center of Eastern Anatolian Region in Turkey in 2015 were included. Ethical approval was obtained from the relevant committees before the research. Personal Information Form, Psychological Well-Being Scale and Job Satisfaction Scale were performed to the participants in order to collect data. As result of the implementation, 360 occupational employees answered relevant scale and forms. At the end of controlling the answered scale and forms one by one, 9 employees were determined to answer some of the scale and left some others as blank. Furthermore, 3 employees were determined to mark the same choices in all items of the scale. Considering that these could affect the reliability and validity of the research, forms of these 12 employees were excluded from the implementation.
Data Analysis
The data were evaluated by the researcher. Obtained data were turned into the tables creating data-processing coding tables. These data were transferred into SPSS 22 statistical software, and analyzed through the statistical techniques proper to the experiments. In analysis of the data, statistical techniques such as percentage, frequency, correlation, and one-way variance analysis (ANOVA) were used. The results were tested at p<0.05 level of significance. The scales were filled in almost 45-minute one session by the participants.
Findings
Within the scope of the descriptive statistics; average, standard deviation, skewness-kurtosis coefficients and correlation results between psychological well-being and job satisfaction levels related to the variables of the Vol. 9, No. 12; research were presented in Table 1 . PWB: Psychological Well-Being, JS: Job Satisfaction.
When Table 1 was analyzed, it was possible to mention that deviation from normality was not significant because skewness and kurtosis coefficients had a value at ± 1 interval in descriptive statistics related to the variables (Çokluk, Şekercioğlu, & Büyüköztürk, 2010; Kline, 2015) . Moreover, the highest average among the psychological well-being averages were noticed to be for justice employees (370.77), and the lowest average was related to public employees (330.82) in Table 1 . In terms of job satisfaction scores, the highest average was observed to be for religious officials (82.44), and the lowest average was related to the health employees. The occupational group with the highest age average was determined to be public workers with 42.9 average, and the group with the lowest age average was related to the engineers with 32.35 average. In terms of monthly income, the occupational group with the highest income was related to justice employees with 5.955,00 TL, and the group with the lowest income level was related to the public workers with 2.256,00 TL average. Finally, in terms of the professional time, whereas the public workers were noticed to have the highest average (16.76), the occupational group with the lowest professional time average was determined to be related to the engineers (8.35).
In accordance with the research findings, the relationship between psychological well-being and job satisfaction was tested with correlation analysis. And the differentiation between occupational groups, income, professional time, marital status and psychological well-being and job satisfaction levels was tested using one-way variance analysis (ANOVA). The correlation between psychological well-being and job satisfaction levels of the employees was presented in Table 2 . When Table 2 was analyzed, the correlation coefficient between psychological well-being levels and job satisfaction levels of the employees was noticed to be (r: .49, p = .000). According to this result, a positive mid-level relationship at .01 level was determined between psychological well-being levels and job satisfaction levels.
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International Education Studies Vol. 9, No. 12; One-way variance analysis (ANOVA) was performed in order to test the difference between psychological well-being and job satisfaction levels in terms of the occupational groups of the employees. In ANOVA analysis, Levene test was primarily performed in order to test the homogeneity of the groups' variances. As result of the Levene test, the variances were proved to be homogeneous. In this sense, post-hoc method used when the variances were homogeneous in post-hoc analyses related to the source of the difference was preferred. The analysis results were presented in Table 3 . As result of the ANOVA analysis, a significant difference was determined between psychological well-being scores in terms of the occupational groups of the employees [ .276, p<.01] . In order to test among which groups there was significant differences between psychological well-being scores in terms of the occupational groups, Post-Hoc analysis was performed. As result of the analysis, it was determined that psychological well-being score averages for teachers was ( X 1 =350.93), score averages for police officers was ( X 2 =358.86), score average for health staff was ( X 3 =360.30), score average for justice employees was ( X 4 =370.77), score average for public workers was ( X 5 =330.82), score average for engineers was ( X 6 =364.11), and score average for religious officials was ( X 7 =344.94). As result of the Turkey multiple comparison test, the significant difference was specified to be between teachers, police officers, health staff, justice employees and engineers and workers. In other words, psychological well-being scores of teachers, police officers, health staff, justice employees and engineers were noticed to be significantly higher rather than the scores of the workers.
The effect size calculated as result of the test ( 2 η =.084) proved this difference to have a mid-level effect size (Green & Neil, 2005 One-way variance analysis (ANOVA) was performed in order to test the difference between psychological well-being and job satisfaction levels in terms of the income levels of the occupational groups. In ANOVA analysis, Levene test was primarily performed in order to test the homogeneity of the groups' variances. As result of the Levene test, the variances were proved to be homogeneous. In this sense, post-hoc method used when the variances were homogeneous in post-hoc analyses related to the source of the difference was preferred. The analysis results were presented in Table 4 . analysis was performed in order to test among which groups there were significant differences between the psychological well-being scores in terms of the income level. At the end of the analysis, psychological well-being score averages of the employees was determined as ( X 1 =327.50) for the low level, as ( X 2 =349.61) for the medium level, and as ( X 3 =380.40) for the high level. As result of the Turkey multiple comparison test, a significant difference in favor of medium and high level was determined between low, medium and high level.
Furthermore, a significant difference in favor of high level was also determined between medium level and high level. The effect size calculated at the end of the test ( 2 η =.145) indicated this difference to have a broad effect size. There was also a significant difference between the job satisfaction scores in terms of the income level of the occupational groups [ ,892, p<.01] . Post-Hoc analysis was performed in order to test among which groups there were significant differences between the job satisfaction scores in terms of the income level.
At the end of the analysis, job satisfaction score averages of the occupational groups in terms of the income level was determined to be ( X 1 =68,40) for low level, to be ( X 2 =70,05) for medium level, and to be ( X 3 =80,78) for the high level. Vol. 9, No. 12; 2016 201 well-being and job satisfaction levels of the occupational groups in terms of professional time, and the analysis results were presented in Table 5 . 
Discussion
This study investigated the relationship between psychological well-being levels and job satisfaction levels of the occupational groups (education, security, health, justice, worker, engineer and religious officials) carrying on their duties in different institutions and organizations. The research also discussed the differentiation between psychological well-being and job satisfaction levels in terms of occupational areas, income levels, and professional time of the different occupational groups. According to the first finding of the study, a positive significant mid-level relationship was determined between psychological well-being levels and job satisfaction levels of the different occupational groups. Similar to the research finding, Amodia et al. (2005) carried out a study with 200 employees, and found at the end of the research that there was a positive relationship between job satisfaction and mental health (Gündüz et al., 2013) . In another similar study, Karababa (2012) carried out a study with school counselors, and proved that job satisfaction levels of the school counselors was an important predictor of their job satisfaction level. Özel (2015) observed in his study with the employees of 4 and 5 star hotels that there was a significant and positive relationship between life satisfaction and job satisfaction levels of the employees. In contrast to the research findings, Wright and Cropanzano (2000) proved in his study titled as job satisfaction and psychological well-being as the predictor of job performance that psychological well-being had a predictive effect upon the job performance; however, psychological well-being had no predictive effect upon the job satisfaction.
In another finding obtained from the research, psychological well-being levels of the teachers, police officers, health staff, justice employees and engineers were determined to be significantly higher rather than the psychological well-being levels of the public workers. When the literature was reviewed, no studies apart from this discussing the psychological well-being in different occupational groups in a similar way were encountered. The research findings in this sense were discussed under the light of studies discussing the occupational groups separately. Obtaining such a finding at the end of the research could be associated with the salary occupational groups obtained from their jobs. A directly proportional interaction was possible to be mentioned as present between the monthly salary obtained from the job and psychological well-being level. In fact, there were research results with a quality supporting this result (Dost, 2007; Easterlin, 1974; Özel, 2015) . Related to the effect of occupational difference upon the job satisfaction scores, job satisfaction averages of teachers, religious officials and justice employees were determined to be significantly higher rather than the job satisfaction averages of the other occupational groups. Job satisfaction averages of the justice employees were significantly higher rather than the averages of the other occupational groups, and this could be associated with justice employees' having higher monthly income levels rather than the other occupational groups ( X 4 =5.955,00 TL). Indeed, there were similar research findings proving that monthly income level increased the job satisfaction of occupational groups (O. Bozkurt & I. Bozkurt, 2008; Kuruüzüm & Çelik, 2005; Mersin, 2007; Özel, 2015; Sveinsdóttir et al., 2006; Teltik, 2009; Willem et al., 2007) . Although monthly income level did not differ significantly, job satisfaction averages of teachers and religious officials were significantly higher rather than the job satisfaction averages of the other occupational groups, and this could be associated with the inner satisfaction of these two occupational groups.
Another finding obtained from the research was related to the fact that psychological well-being scores of the occupational groups differed significantly in terms of occupational groups' income levels. Psychological well-being averages of the employees with medium and high level monthly income level were significantly higher rather than the psychological well-being averages of the employees with low level monthly income level. Furthermore, psychological well-being of the employees with high level monthly income was determined to be higher rather than the employees with medium level monthly income. It was revealed in similar studies in a way supporting this research finding that income level was directly proportional with the psychological well-being (Diener & Oishi, 2000; Dost, 2007; Easterlin, 1974; Ferrer-i-Carbonell, 2005; Frey & Stutzer, 2010; Lucas & Schimmack, 2009; Özel, 2015) . A significant difference was also specified between job satisfaction levels in terms of the income level of the employees. At the end of the research, it was observed that high monthly income level significantly increased job satisfaction of the employees. This relationship between job satisfaction level and monthly income level was also revealed in several research findings (Bodur, 2002; Judge, Piccolo, Podsakoff, Shaw, & Rich, 2010; Kağan, 2010; Malka & Chatman, 2003) .
According to the last finding of the research, it was noticed that there was no significant difference between psychological well-being and job satisfaction scores of the employees in terms of the professional time. In literature review, different results related to the well-being and job satisfaction of the employees in terms of their professional service time were determined. In their study upon life and job satisfaction of the police officers, Yiğit et al. (2011) observed that there was a significant difference in job satisfactions core averages of the security staff according to the variable of service period, but there was no significant difference in life satisfaction score averages. In a research finding obtained by Baştemur (2006) , it was proved that there was no statistically significant difference between job satisfaction and professional time. In another study upon the employees of four and five star hotels, Özel (2015) proved that there was no significant difference between life and job satisfaction levels of the employees in terms of the professional service time. These findings were noticed to be supporting the findings of our research. However, studies revealing the contrast of the research findings were also found to be present in the literature. Mersin (2007) found in his study that as the employment period of the religious officials increased, their job satisfaction increased as well. Fosam, Grimsley, and Wisher (1998) carried out a study upon English police officers, and argued that the employees who carried out their duty in their occupation for less than two years had higher job satisfaction levels rather than the ones who worked for more than two years. In other studies carried out in this sense (Adıgüzel et al., 2012; Ayan et al., 2009; Demirel & Erdamar, 2009; Gençay, 2007; Sevimli & Iscan, 2005; Sezer, 2013; Türkçapar, 2012; Yavuzer et al., 2007) , it was noticed that job satisfaction of the teachers who had just started their profession was higher rather than the job satisfaction of the teachers who were in the mids of their professional life.
Consequently, in reference to the relationship between psychological well-being and job satisfaction within the framework of the findings obtained from the research, it could be suggested that professional orientation should be provided more qualified and professionally in order to increase the psychological well-being of the individuals. Improvements in income levels in order to increase the job satisfaction of the employees could also be offered as another suggestion. Studies related to increasing the inner satisfaction of the employees could be planned by their departments. Furthermore, the relationship between job satisfaction and psychological well-being could be investigated with different variables and sample groups.
